Objectives of the Study
This study aimed to assess the income generating projects in the State Universities and Colleges in Region VIII with the end view of proposing an IGP Manual Operation. Specifically, it sought to answer the following questions: What is the profile of the IGP administrators and employees in terms of the following:
Civil status  Highest educational attainment  Position/ designation  Number of years in igp service  Number of relevant training attended in the last 3 years; and monthly salary? What is the profile of the IGPs of SUCs in region VIII in terms of the following?
 Number of years of existence;  Number of igp personnel;  Number of igp projects;  Amount of revolving fund; and  Annual income? What is the status of the IGPs of SUCs in region VIII as perceived by the IGP administrators, employees and clients in terms of the following?
 Setting up an IGP program;  Organizational structure;  Operation, in terms of:  Goal setting, production-planning and budgeting,  Operations management; and financial management and control system;  Performance measurement;  Fixed and variable cost,  Responsibilities center, and  Mechanics of performance management;  Profit sharing, in terms of:  Coverage; and  Guidelines;  Accounting in terms of:  Financial report;  Receivables and collection process;  Procurement system; and inventory control?
Are there significant differences among the perceptions of IGP administrators, employees and clients on the status of the IGPs of SUCs in Region VIII?
Is there a significant relationship between the profile of the IGP administrators, employees, clients and the status of the IGPs of SUCs in Region VIII?
What are the problems encountered by the respondents of the IGPs operation of SUCs in Region VIII?
Methodology
The study employed descriptive assessment as method in pursuing the problems posed in the study. The research revolved around the ten (10) SUCs of Region VIII which are located in Samar and Leyte. This study was undertaken during the School Year of 2018-2019. The identified respondents of the study were IGP administrators, employees, and clients of the ten (10) state universities and colleges (SUCs) in Region VIII. There were forty-three (43) administrators, eighty (80) employees, one hundred fifty (150) clients of IGPs products. The total number of respondents was 273. The study made use of two (2) sets of survey questionnaires which were answered by the respondents. The instrument used in this study was a researcher-made questionnaire. In developing the instrument, various reading materials were resorted to by the researcher in order to come up with a comprehensive set of items in the questionnaire.
Results and Discussion

Profile of the IGP Administrators and Employees
The profile of the IGP administrators and employees of State Universities in Region VIII was first identified in the study.
Age
Shown on Table 1 , most IGP administrators and employees were in the age bracket of 41-50 years old which is considered as mature age suitable for their positions. This also implies that the administrators and employees have already acquired sufficient number of years for them to understand the operations of income generating projects and as such, they were deemed credible evaluators of the different aspects of IGP.
Sex
IGP administrators and employees in the SUCs were dominated by female individuals at the time of the conduct of the study. However, since the number were not totally significant in terms of difference, this could also imply that the University, particularly the administration, has regard for gender fairness and offered equal opportunities both for men and women to work in the said office.
Civil Status
Most of the respondents have settled in a married life making them stable and having to raise their own families.
Highest Educational Attainment
Majority of the respondents have not acquired advanced education and simply contend with the minimum requirements required for them to be hired in the University.
4.1.5.Position/Designation
Only few were assigned in supervisory or managerial positions and most were assigned as rank and file employees who need to perform the day to day transactions at the office.
Number of Years in IGP-Service
Most of the employees were still neophytes in the service. As such, despite of their age, they have no extensive knowledge yet on how to operate various income generating projects of the University where they belong.
Number of Relevant Trainings Attended. Most of the personnel lack the necessary upgrading of their skills and knowledge relating to the operation of income generating projects which could somehow affect, directly or indirectly, on the way the IGP is managed.
Monthly Salary
Almost all employees were only earning minimum wages. This, however, is commensurate to their positions as rank and file employees of the SUC where they belong and considering that majority have not yet earned a considerable number of years in experience and their academic qualifications were only the minimum, then it follows that most have not been promoted yet to a higher level position to warrant increase of salary. Table 2 presents the frequency and percentage distribution on the profile of the IGPs of SUCs in Region VIII. This includes the number of years of existence, number of IGP personnel, number IGP projects, amount of revolving fund and annual income. Number of years of existence. All of the IGPs in the SUCs have been in existence for quite some time already. This is a normal scenario considering that each University needs to augment their source of income from various income generating projects so as to subsidize, if not fund some expenses of the University as well as, provide some benefits of the personnel to be taken from income. Number of IGP Personnel. These findings imply that each of SUCs in Region VIII employ different number of personnel to operate its IGP depending on the extent of the IGPs operating and the capacity of the University to pay the salaries of the personnel. Number of IGP Projects. There is no uniform number of projects for each SUC. Each SUC has to create and establish its own income generating project and presumably, the better and more resourceful the management is, the more IGPs are established. Amount of Revolving Fund. The maximum amount that the administration could allocate for Revolving Fund is only up to 1,000,000 considering also the limited budget of the University. Since most Universities operate only on a meager capital, it follows that IGP management could not also initiate big or higher IGPs that require higher capitalization. Annual Income. It implies that annual income varies depending on the number of IGPs the SUC is operating. It implies that annual income varies depending on the number of IGPs the SUC is operating and the kind of project that the SUC has. However, it can also be gleaned from the table that there were SUCs that earn very minimal incomes while some others were really doing well with their IGPs. The next succeeding tables present the assessment of the respondents on the status of the IGPs in terms of setting up an IGP program; organizational structure; operation, profit sharing, and accounting.
Setting Up an IGP Program
The administrators, most especially, possess very competent knowledge in analyzing the cost of the project, beneficiaries, opportunity cost, and income beneficiaries of any IGP that was to be established. They were also good in determining the sustainability of the project, the technology requirements, marketing, and availability of resources needed for an IGP to operate well. These findings imply that most SUCs have somehow managed to establish organizational structures of their respective IGPs but were not really able to really establish a well-manned and well-structured organization in the absence of project managers and project personnel. This was so because the nature of the business or income generating projects were only small scale in nature that did not need an elaborate organizational structure. Table 5 shows the means and standard deviations on the perceived status of the IGPs of state universities and Colleges in Region VIII in terms of goal setting, production planning, and budgeting. In terms of goal setting, IGP administrators and employees "oftentimes" observed the PASUC IGP Manual in the development of effective goals through brainstorming to generate new ideas from the members' operation. As to production planning, the administrators and employees "always" observed the PASUC manual IGP guidelines in determining the nature of inputs, quantity of inputs, proper coordination, better control, ensuring uninterrupted production, capacity utilization, and timely delivery of its products. Finally, the budgeting of the IGP personnel was also found that the respondents "always" properly observed the PASUC Manual IGP Guidelines which means that the personnel, especially the administrators could identify and plan their activities and at the same time, project the expenses to be incurred in running an IGP. Table 6 shows that the personnel always observed the PASUC manual IGP guidelines in the IGPs operation and financial management control system. This implies further that the IGPs personnel were compliant in securing money derived from IGP operations and using it properly and in observing protocols and ethical values so that personnel perform their jobs within the bounds of the law, most particularly when it comes to financial management, accountability, and control activities. Table 7 These findings show that the IGPs personnel and clients oftentimes observed the PASUC Manual Guidelines in IGP in the performance measurement in terms of fixed and variable cost, responsibilities center, and mechanics of performance management. Moreover, the clients perceived that their respective IGPS of the University were contributory in the attainment of strategic goals and the tasks and responsibilities of IGP personnel were clearly set and defined. These findings show that all projects/IGPs of SUCs that help generate additional income for school were part most of the time in the profit sharing, most particularly to those who were in the operations. In addition, these findings imply that at the end of every fiscal year, the income statements were prepared in order to determine the net profit of each project. The administration and IGP personnel were given their due share after determining the proceeds of the University and the distribution followed the guidelines as stipulated in the IGP Manual. The accounting process of the IGPs in SUCs in Region VIII has maintained and provided records which helped the administration in analyzing and summarizing transaction of a business and communicating such information for decision making. In addition, these financial transactions were recorded in such a manner that receivables and collection, procurement, and inventory were in place. It can be inferred from these results that generally, the IGPs of SUCs were compliant of the IGP Manual and have rigidly observed the many processes involved in IGP operations starting from goal setting, setting of the program, establishing a sound organizational structure, operations, performance measurements, profit sharing, and accounting. However, there were times when the administrators felt that profit sharing was not really consistent with the mandates in the manual and so, they rated such aspect as only "sometimes" while on the part of the clients, they were seemed so satisfied with the way IGPs have operated.
Conditions
Goal Setting, Production Planning, and Budgeting
Conditions
IGP Employees IGP Administrators
Operations Management and Financial Management and Control System
Conditions
Test of Difference on the Perception of the Respondentson the Status of the IGPs of SUCs in Region VIII. The One-way Analysis of Variance (ANOVA) was used to test for the significant differences on the perception of the respondents towards status of the IGPs of State Universities and Colleges in Region VIII. As reflected in the table, highly significant differences were observed on all aspects on the operations of IGPs, particularly on setting up an IGP program, organization structure, operation, performance measurement, profit sharing and accounting as evidenced by p-values which were lesser than 0.0 level of significance. Thus, the null hypothesis was rejected. The results imply that the three groups of respondents, namely the administrators, employees, and clients have significantly differed on the way they have perceived the status of IGPs of SUCs in Region VIII. In other words, they were not in agreement on their perception as to how each SUC has implemented their IGPs and on the manner that these IGPs comply with the many aspects for an effective operation. Generally, these findings show that IGP employees and administrators had similar perceptions in all of the aspects of the IGP implementations. This means that the two groups of respondents have the same evaluation ratings on how the projects were being undertaken starting from the planning up to accounting. Relationship between the Profile of the IGP Administrators, Employees, Clients and the Status of the IGPs of SUCs These findings suggest that the perception of the respondents towards status of the IGPs of SUCs in Region VIII did not depend on the sex of the respondents. Similarly, no significant relationships were found between organizational status of the IGPs and civil status of the respondents. Result of the analysis showed no significant relationships between setting up an IGP program and civil status of the respondents. These findings suggest that the perception of the respondents towards status of the IGPs of SUCs in Region VIII did not depend on the civil status of the respondents or in other words, civil status was not affecting the status of IGPs. Table 14 shows the test of correlation between the perceptions of the respondents towards status of the IGP of SUCs in Region VIII and their profile in terms of highest educational attainment and position/designation. Chi-Square test was used to test for significant relationship between the status of the IGPs of SUCs in Region VIII and the profile of respondents in terms of educational attainment and position. Specifically, the findings mean that setting up an IGP did not depend on the age, years of IGP, trainings attended and salary of the IGP employees and administrators. Similarly, no significant relationships were found between organizational structure and profile of the IGP administrator and employees and clients. All correlation coefficients were found very low or negligible. These findings mean that the organizational structure of IGP was not affected by the age, years of IGP, trainings attended and salary of the IGP employees and administrators.
In terms of operation, no significant relationships were also found in connection with profile of the IGP administrator and employees and clients. All correlation coefficients were found very low or negligible. These findings mean that the overall operation of IGP was not affected by the age, years of IGP, trainings attended and salary of the IGP employees and administrators.
The performance measurement of the IGPs was also found not significantly correlated with the profile of the IGP administrator and employees and clients. All correlation coefficients were found very low or negligible. These findings suggest that the performance measurement of IGP is not affected by the age, years of IGP, trainings attended and salary of the IGP employees and administrators. In terms of profit sharing, no significant relationships were found in connection with profile of the IGP administrator and employees and clients. All correlation coefficients were found very low or negligible. These findings imply that the profit sharing in the IGPs is not affected by the age, years of IGP, trainings attended and salary of the IGP employees and administrators. Trainings and other personal variables 4.2.8. Problems Encountered by the IGPs of SUCs Table 15 shows the means and standard deviations on the problems encountered by the IGPs of state universities and Colleges in Region VIII. The overall mean rating obtained on the problems encountered was 3.97 interpreted as "often" with a standard deviation of 1.142. Furthermore, as indicated in the results, it was the clients who have perceived higher ratings or higher frequency of these problems to have occurred as compared to the administrators and employees.
Profile 
Conclusions and Implications
The following conclusions were drawn out from the findings of the study:  Despite of the age of the respondents which were already mature, most of them were still novice in the field of IGP operations.  Sex and civil status were not major considerations when hiring or identifying an individual to work at the IGP office.  High or advanced educational qualifications was not really a requirement when working at the IGP for as long as the employee or personnel has already met the minimum requirements which is bachelor's degree then were already qualified to be in the position.  Salaries of most of the personnel in the IGP were not really high and dependent upon the academic and/or position of the employees.  All of the IGPs have already gained a considerable number of years in operation. Yet, their capital investments remained low and as such, income was also not very significant.
